
never implicitly demanded. As long as 

companies were modeled resembling 

military structures 'morale' was the term 

describing best the attitude individuals 

were expected to bring around for work. 

The recognition that management must 

not only be rational but also social gave 

rise to the term 'job satisfaction' which 

dominates the scientific studies from the 

early 50ties until today.  

‘Satisfaction’ is a relativistic term 

indicating that there are most probably 

plusses and minuses the individual will 

weight. There is some hesitation in the 

term and critical distance. That may be 

one reason for the new prominence of 

happiness at the work place. In the 

present time of ‘fast companies’ 

operating in a, as some perceive, post-

industrial and post-materialistic world 

the sober weighting of facets has no real 

place. Should ‘talent’ not move as fast 

as the world around it and therefore be 

able to be always at the place which 

A for this field new term is slowly 

entering the world of work: Happiness. 

More and more publications refer to the 

happiness individuals should experience 

doing their job. This is new since 

happiness was until recently an 

emotional state primarily connected to 

private events. The newborn baby, the 

first love, an evening at the beach - 

these are the moments of happiness. In 

our material world some extensions to 

goods have become a tradition. A new 

car, gadget or lottery win - these may be 

causes of happiness. But most readers 

will agree that predominantly the social 

events in private life bring around more 

of this joyful state than the nicest to 

have material goods. This goes well 

together with life evaluations in 

memoirs. Of course, the new and more 

comfortable home finds a proud or 

relieved mention, but it’s not more than 

the shell in which the emotionally really 

important events unfold.  

Work has up to now rarely been 

associated with happiness and was 
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A company has started to test a mobile 

self checkout system in one of its many 

shops, but as the company is the 

worldwide retail giant Walmart the trial 

received huge media attention. Shelly 

Banjo in “The Wall Street Journal” 

explains why the trial may be ground 

breaking whilst “Retailweek” argues 

indirectly that it may not be.  

The test in Walmart’s superstore in 

Arkansas is as simple as it looks. Using 

an application on their iPhone, 

customers scan the items they want to 

purchase and pay afterwards at a self 

checkout desk thereby reducing valuable 

times at cashier desks, very important to 

the company. Walmart’s Chief Financial 

Officer said that reducing on average 

just by a second would save the 

company costs of US$ 12mn worldwide. 

Walmart’s trial of self checkout suggests 
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hope where other companies have given 

up, at least for now. Former pioneers like 

IKEA and grocery retailer Albertsons are 

currently closing many of their self 

checkout aisles as experiences with their 

fixed systems were not very positive. 

Scanning by customers took longer than 

expected due to their lack of experience 

and difficulties in handling bulky items. 

In consequence, the aisles had to be 

staffed at higher numbers than 

expected. Also, security became an issue 

with increases in theft being reported, 

and the reporting of embarrassing 

incidents in which no theft was intended 

but non- payment was due to technical 

malfunctioning. 

In retail shopping, the future of payment 

and checkout systems is still uncharted. 

Most probably cashier desks will 

continue to coexist for some time 

alongside the more advanced forms of 

payment. For most customers the 

cashier is the only human contact in a 

shop and is therefore the personal point 

of their shopping experience, rare now 

that shop talk with the grocer next door 

is mostly history. In addition, 

experienced cashiers will check out the 

majority of customers faster than they 

could do themselves at a self checkout. 

Even a good robot would have a hard 

time beating the personalized service 

and versatility of an experienced cashier.  
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In the world of sports, entrepreneurship 

and hard driving companies "being 

passionate" has become a compliment 

and some authors of self-help books 

even argue that there can be no real 

success without being passionate. Karla 

Starr from "The Atlantic" reviews recent 

research advising an important 

differentiation. 

In 2003, Professor Robert J. Vallerand 

from the University of Quebec introduced 

a dualist model of passion. He 

differentiated "harmonious" from 

"obsessive" passion. Passion is 

harmonious if the activity is well 

embedded into many life domains of an 

individual as an important but not 

overwhelming part of the identity; it is 

obsessive if the exercise of the 

passionate activity becomes such a 

strongly defining element of an 

individual that other life domains suffer. 

In a series of laboratory experiments, 

Jocelyn Bèlanger and her colleagues at 

the University of Maryland demonstrated 

that obsessive passionate individuals 

are characterized by a dysfunctional 

suppression of alternative goals. The 

corresponding inner conflicts make their 

self concept vulnerable and in 

consequence their fear of failure 

increases. Obsessive passionate 

individuals tend to try harder when 

thinking about failure or anticipating it. 

Fear of failure can be helpful by 

increasing preparation and effort, 

however, in the long run the inner 

conflicts together with the inability to let 

things go and to over-compensate lead 

to faster burn-out and increased stress. 

The study scientifically confirms a wide 

range of anecdotal evidence. Some of 

the greatest works of art also tell the 

story of creators tortured by their 

passion. In working life passion regularly 

earns respect as long as it is connected 

to success. However, individuals rarely 

find personal stability or professional 

success by such narrowing of their 

focus.  
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More than 100 Harvard students 

received a serious letter from their 

University that they are under 

investigation for cheating and may be 

punished. The letter from the Dean was 

widely reprinted.  

The students were in the political 

science class “Introduction to Congress” 

and took an “open-book, open-note, 

open internet, take home” final 

examination. As the high number of 

investigations indicates many of them 

factually added “open collaboration” to 

the loose conditions. Details are still 

under investigation but evidently ideas 

and drafts circulated and some of them 

served as prototypes for many papers 

handed in. Over a hundred of these 

individually written theses out of the 

collaborative effort were labeled by the 

University as possible plagiarisms. 

However, at least some of the students 

argued that collaboration is not only 

frequent with regard to such papers, but 

its development is also a goal for 

studying and was not explicitly against 

any rule. 

The case is exciting in the US media. 

“Harvard” and “educational standards” 

are more or less synonymous. The 

incident gives many perspectives 

depending on political and academic 

preferences. Conservatives see the 

“academic honor” coming to an end or 

are concerned about too easy 

examinations and too liberal lecturers. 

However progressives come close to 

praising the new spirit of collaboration at 

academic institutions. Some like 

Alexandra Petri contributing to “The 

Washington Post” see the incident as a 

paradigm of the US culture not allowing 

for failure and consequently pressuring 

students to take the easiest route. The 

case is a good example of the 

importance of formal and informal rules 

in a changing academic culture. Is 

everything which is not explicitly 

forbidden, allowed and to what extent 

change the social media something 

which has always happened at school 

and in Universities, namely to peek into 

the notes of friends and colleagues? 

Cheating at Harvard puts academic culture to a test.Cheating at Harvard puts academic culture to a test.Cheating at Harvard puts academic culture to a test.Cheating at Harvard puts academic culture to a test.    

The recent visit of US Foreign Secretary 

Hillary Clinton to Africa puts a spotlight 

on a strangely changed developmental 

policy. In many places she visited the 

Chinese had arrived first and whilst she 

brings around ideology, they build the 

streets. In a contribution to "The Harvard 

Business Review" Stephan Richter 

reflects on the situation.  

For decades, Africa’s growth has stalled 

because of an inadequate infrastructure 

especially with regard to transportation. 

African leaders have turned more and 

more to the Chinese government for help 

in constructing streets, bridges, and 

railroads. The Chinese base their 

support on reciprocity in political 

cooperation but there are no further “ifs” 

and “buts” with regard to a country’s 

internal political issues. The receiving 

countries have to tolerate that the 

Chinese bring their own manpower but 

deliver on time and on budget. Whereas 

the Western Hemisphere attaches 

conditions to developmental aid in an 

attempt to introduce democracy and 

improve human rights, the Chinese take 

the market oriented approach. Their 

practical support may help the emerging 

middle classes in Africa, but certainly 

cements future economical and political 

alliances.  

This reversal of roles can be seen as 

noteworthy. The notion that economic 

development would lead to political 

democracy was initially put forward by 

the West when targeting China and the 

former Soviet Union. Evidently however 

the West is not so convinced of this 

same link in Africa. Paradoxically China 

puts the notion to the test there. Of 

course, for the people it would be great if 

the link did indeed exist.  

China and the Western Hemisphere reversed roles in Africa.China and the Western Hemisphere reversed roles in Africa.China and the Western Hemisphere reversed roles in Africa.China and the Western Hemisphere reversed roles in Africa.    
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As recent troubles of a US truck 

manufacturer demonstrate, boldness in 

innovation can fail and lead to 

disastrous consequences. Joann Muller 

from "FORBES" magazine tells the story 

in a series of articles. 

In 2001 the US Environmental 

Protection Agency (EPA) announced new 

air quality regulations to become 

gradually effective starting in 2007, with 

all manufacturers of diesel engines 

having to redesign their machinery. With 

one exception they opted for improving a 

system of selective catalytic reduction. 

Illinois based Navistar, a company with a 

turnover of US$ 14 bn, however decided 

to try to engineer a new system based on 

exhaust gas circulation. The decision 

was pushed by its CEO against the 

technical expertise of the company’s 

engineers and lower management who 

admittedly just did not know how to 

design it. The CEO not only put these 

doubts aside as “negative thinking”, but 

rather he announced publicly the 

competitive edge the engine would bring 

around. However, the miracle of a clean 

new engine did not happen and the 

company is now unable to meet the new 

EPA standards. Faced with a fine of US$ 

3,744 for each engine sold, the 

company is forced to buy alternative 

engines from a competitor. As a result 

the CEO was ousted and his successor 

promised a shakeup of the company. 

If the new engine had been developed, 

the CEO would probably have become a 

much discussed and honored innovator. 

It would not have been the first time 

engineers were inspired to step outside 

the boundaries of their craft by non 

specialist innovators. Driving engineers 

over their barriers was one of the late 

Steve Jobs’ greatest talents; however, in 

this case no glory was earned. Many 

years went by and it remains a mystery 

as to why it took corporate leadership so 

long to realize that under the given 

conditions this project could not 

succeed.  

Betamax revisited in diesel engines.Betamax revisited in diesel engines.Betamax revisited in diesel engines.Betamax revisited in diesel engines.    

The Android operating system for cell 

phones has become a household name 

and Google proudly announced that the 

number of activations has surpassed the 

500 million mark. The Asian 

manufacturing giants on whose devices 

Android is installed however keep a fairly 

low profile with regard to marketing and 

branding. Sarah Mishkin analyzes in 

"The Financial Times" why. 

HTC, Asus and Acer, to name some 

better known companies, manufacture 

the complete hardware or significant 

parts for companies like Google, Apple or 

HP. But only a few of them, like 

Samsung, have become brands by 

themselves. The manufacturers have 

proven track records in developing and 

delivering high quality products but 

marketing and branding are still new to 

them. From the psychological side they 

have to fight old prejudices. Especially 

Taiwan is often associated with “cheap 

electronics”. Furthermore they still 

struggle to connect their products with 

emotions and visions. Finally their 

operating margins are 0.5 to 5%, much 

lower than, for example, Apple’s 30%. As 

a consequence they can hardly compete 

with companies like Samsung and Apple 

which spend about 6 times more on 

marketing than a typical manufacturer 

does.  

Besides the difficulty of emancipation 

from a manufacturer’s role, the cultural 

individualism-collectivism dimension 

could possibly have some impact on 

marketing. For European and US 

companies "sticking out" and creating a 

culture around themselves and their 

products comes naturally. Operating out 

of a more collectivist society it is harder 

to link marketing to the individualist way 

of life and mindset cherished in the 

Western Hemisphere. 

Asian hiAsian hiAsian hiAsian hi----tech manufacturers still shy away from marketing.tech manufacturers still shy away from marketing.tech manufacturers still shy away from marketing.tech manufacturers still shy away from marketing.    
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not found in Michelangelo’s workshop 

and certainly will give you second 

thoughts when you encounter it in your 

car repair shop or at the wall over your 

bed in an emergency room.  

The inevitable disliked elements of work 

and the need to come at least close to 

perfection will always make working a 

stressful experience. As in the gym some 

stress increases fitness, an overload for 

sure does not. However visits to the gym 

are voluntary activities while work is the 

defining element of a job. The interests 

of companies and employees are 

basically functional ones. Companies 

have to focus on products and 

technologies in their fight for survival in 

competitive markets. The jobs offered 

are defined qualitatively and 

quantitatively by functional necessities. 

Individuals, on the other hand 

functionalize companies to make their 

living and hopefully a career.  

This functionalism is reflected in the 

concept of ‘corporate citizenship’ which 

centers on the contractual relations 

between company and individual. 

Obviously, the concept is on first sight as 

cold hearted as it is stable. The 

citizenship gets to life by the work it 

contractually defines. The actual work 

brings around the bosses, colleagues 

and activities which hopefully make it a 

motivating experience. However already 

the contract often expresses 

compromises and it has a context. 

Obviously a contract with a company 

having a record of laying off thousands 

of employees occasionally will be viewed 

differently than a company without such 

a history. Not by accident the claim for 

makes happy? Isn’t the ideal work-life 

balance reached in the moment when 

work merges with life creating individual 

happiness in a new unifying entity, or as 

the Germans would say more fittingly 

‘Gestalt’?   

Historically work and happiness have 

always been antagonists. Etymologic 

dictionaries in most languages link work 

to the hard side of life, the tiring and 

exhausting activities one has necessarily 

to engage in to win the daily bread. In 

their depressing reality people 

developed a clear picture where 

happiness would be found and how it 

should look. This place was called 

paradise, a place without the need to 

work. The phenomenon of 

procrastination, discussed around the 

globe wherever work can be found, 

shows that this antagonism exists also 

today not just as a semantic one, but 

that work regularly contains elements 

individuals not really like to do. 

Procrastination also expresses a 

progressive problem shift in parts of the 

world indicating that there is at least 

some choice. Many workers at the 

workbenches in the developing world 

and also quite some in the West still 

work under strict regimes and can only 

hope for some job enrichment and job 

enlargement making some 

procrastination possible. Finally, 

contemporary trend-setting “fast 

companies” with slogans like “better 

done than perfect” give a wrong image 

of the true demands and values in 

working life. The slogan was most likely 

(Continued from page 1) 
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happiness is most pronounced in the 

USA, a country where job cuts in the 5 

digit area may be welcomed at the stock 

exchanges by a rise in share price. Of 

course, “hire and fire” is a prejudice not 

characterizing many of the companies in 

the USA correctly, but there is a 

tendency to value shareholders higher 

than jobholders. 

Peter Cappeli and colleagues exemplify 

this difference in their book about the 

“India Way”, which is based on 

interviews with an impressing sample of 

top executives from leading Indian 

companies. But the notion to take social 

responsibility at least as serious as 

shareholders interests can be found in 

many countries. Germany’s biggest car 

producer Volkswagen or Brazil’s oil-giant 

Petrobras are just two examples pointing 

to the geographical and industrial 

spread of this idea. The majority of their 

employees will not be happy, but they 

can rest assured that only in an 

extraordinary situation their job is at 

stake. As in many other, especially Asian, 

companies their workforces are close to 

famous for their loyalty. 

Not only as an emotional state loyalty 

comes close to the opposite of 

happiness. Happiness is often a 

superficial emotion, hard to hold up over 

a longer period of time. It depends on 

events and is easily depleted or even 

reversed when things do not work out. 

Loyalty is a deep rooted emotion, which 

has to be earned over a long time but, if 

gained, also will carry very far. It does 

not depend strongly on the current state 

of affairs but with its long-term 

perspective takes into account that 

there are always good and bad times 

over long stretches of time. Last not 

least loyalty can be created by corporate 

policies and does not depend on job 

characteristics. 

A loyal workforce will most likely always 

outperform a happy one over time. 

Firstly, every company has its jobs which 

just have no big potential to really gratify 

at all or in a way unique for the 

company. Nevertheless these jobs are 

important and have to be done with the 

same care and precision as the others. 

Such limitations are evident for many 

‘lower skilled’ jobs. But also specialists 

like traders in the financial markets and 

programmers are often hard to retain 

because their link to the company they 

work for is primarily a technological one. 

Secondly, crisis is inevitable as a natural 

companion of growth or out of market 

forces and “the best leave the sinking 

ship first”. This phenomenon proves 

often fatal since the already bruised 

company loses those individuals first 

who could put it on track again. Finally, 

loyalty can be managed from the top and 

help to overcome problems at the work 

place. Every bigger company has its fair 

share of not-so-good bosses, colleagues 

and work situations. In these situations 

employees look to the policies 

advocated at the top when they consider 

to stay and make a change or just to 

leave. 

There are no roses without thorns. The 

focus on loyalty can cause for a company 

the problem of internal inflexibility. The 

low turnover is a ground for inbreeding 

and possibly leads to the infamous “it 

has always been done this way here”. 

Hard to transform operational rigidities 

might be accompanied and even 

supported by an informal structure 

characterized by “old boys networks” 

and other cliques. It is the prime task of 

management to keep up dynamics, 

innovation and flexibility by job rotation, 

taking in expertise and sending its 

employees out into the universe of 

congresses, meetings and special 

events where experts of the industry 

meet to see how competing companies 

evolve and work. 

That a management more strongly 

focused on loyalty may, however, even 

be more flexible was demonstrated in 
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the recent economic crisis. Many 

companies in the USA radically 

downsized and ‘fired’, German 

companies in comparable industries 

tried to hold their staff by agreeing on 

wage cuts for the often many months of 

short labor. They were assisted in these 

attempts by a state governed labor 

administration. While in US-American 

companies the often stressed relations 

between management and employees or 

their representations became evident, 

staff of German companies from the top 

floor to the workbench had the feeling 

“to sit in one boat”. Consequently, in the 

recovery German companies and the 

German economy as a whole took a lead 

since everybody was prepared and 

structures had been put to a rest but 

were not broken. 

Loyalty has been downplayed as a 

fallacy especially by former General 

Electric (GE) Chairman and USA business 

guru Jack Welch who pictured it as a soft 

pillow on which performance becomes 

secondary especially for, in his words, 

‘marginal’ employees. Things look, 

however, different for companies which 

have - due to good management – no 

‘marginal’ employees to be fired but a 

human capital to be developed. In 

addition and practically, many 

companies are well advised to do so 

because they cannot hope to fill gaps in 

their staff very fast. GE was one of the 

most attractive employers then. The 

current stars on the USA employment 

market have revenues of US$ 1.2 million 

per employee. Most companies will 

always dream of such a number and the 

possibilities connected to it when it 

comes to salaries and work 

arrangements. 

How hard lack of loyalty can impair 

operations is felt by many companies in 

the rapidly expanding economy of China 

where job hopping has become a 

pastime. Louisa Wong recently 

discussed the need to reassess 

retention strategies on the background 

of turnover rates exceeding 20 percent. 

For management positions the rate is 

even more alarming with about 60 

percent of the individuals staying only 

three years or less. She advises not to 

look at the length of tenure but on what 

has been achieved in it. That is certainly 

right but not only the decisive 

departments of research and innovation 

need continuity and stability over years. 

In general, those leaving will be the more 

ambitious ones. Finally, high turnover is 

costly since new hires regularly lead to 

an upward shift in salaries and cannot 

take over the tutoring and mentoring 

roles for a long time.   

Of course, best is to have both, happy 

and loyal people at the workplaces. But 

the former is harder to achieve than the 

latter, sometimes it will be close to 

impossible. Especially upper 

management, far away from the 

workbenches and offices, should care to 

create a policy and culture nurturing 

loyalty. 
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